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On July 3, 2018, we posted our summer blog thread, “Big Questions Surrounding 
Gender Equity in Academia and the Field of Public Administration”. The response we 
received from journal editors, board members, and leaders in the field was impressive 
and eye-opening. Throughout the summer our blog contributors reflected on women’s 
roles in academia, specifically public administration, with the goal of considering next 
steps and new ways of thinking and taking action to advance women in public 
administration. Some recommendations include promoting oneself and others, speaking 
up on behalf of untenured faculty, identifying collaborators, being transparent in 
selecting journal editors, and citing and including more work published by women in 
course materials and research. 
 
Patricia Shields, editor of Armed Forces & Society, notes how her perspective as a 
woman contributed to editorial decisions. She proposes several means to increase the 
visibility and impact of women’s ideas and scholarship in public administration, 
including not to be shy and promote our work via conferences and social media. 
Similarly, Staci Zavattaro, editor of Administrative Theory & Praxis, recommends that 
we know our worth, be confident and kind as we stay true to ourselves. She also reminds 
us that we cannot do this alone and suggests to “find your tribe” and make that group of 
scholars your home and support. In addition to being supportive of female colleagues, 
and promoting oneself, Carole Jurkiewicz, editor of Public Integrity, offers actions we 
can take to mitigate organizational and cultural barriers for women. Specifically, she 
emphasizes the need to advocate for and speaking up on behalf of non tenured female 
faculty. 
 
Recognizing the “Power in Editorial Positions: A Feminist Critique of Public 
Administration,” Mary Feeney, incoming editor of Journal of Public Administration 
Research & Theory,  Lisa Carson, and Helen Dickson argue that it is time to address the 
inequity of women in editorial leadership positions and suggest a range of personal, 
interpersonal, and structural strategies to combat these inequities, including the 
establishment of transparent search and selection criteria for editorships. Such changes, 
as highlighted by Hillary Knepper and Gina Scutelnicu in  A Tale of Two Journals: 
Women’s Representation in Public Administration Scholarship, are essential for women’s 
success in the academy. Knepper, et. al find that women publish less than men, with men 
producing twice as many peer-reviewed articles as their female counterparts. They 
recommend that women cite other women’s work to increase visibility and citation 
counts.  Megan Hatch reminds us that inclusion and creating a sense of belonging starts 
with the MPA curriculum. She suggests that one way to make women feel included in 
public administration is to include more women authored research in our syllabi. She 
introduces us to the Gender Balance Assessment Tool (GBAT) developed by Jane 
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Lawrence Sumner to test the gender balance of our syllabi. More resources like the 
GBAT could remedy some of the challenges our contributors identified throughout the 
summer blog thread. 
 
So, what comes next? To date, more than sixteen blog participants have contributed to 
the WPS blog, a forum that was created a year ago to consider the role sex/gender plays 
in public service and how that shapes the way we think, govern, and are served by 
sex/gender identities and markers. As we start off the new academic year, we hope to 
continue the conversation and encourage readers to undertake practices outlined by our 
guest bloggers. As a first step, WPS, in collaboration with Megan Hatch and Academic 
Women in Public Administration (AWPA), we will develop a shared database of articles 
authored by women in in public administration to help facilitate the creation of more 
inclusive syllabi and research, provide a forum to promote ourselves, and create a 
supportive community of scholars and practitioners. Our hope is that this blog thread 
provides a starting point for thinking creatively and taking action toward greater gender 
equity in academia.
 
Please share any thoughts or feedback with us at wps@jjay.cuny.edu 
Monday, September 3, 2018
Carole L. Jurkiewicz, Ph.D.
University of Massachusetts 
Response to Big Questions Surrounding Gender Equity 
 
The Costs to Women in Academia
 
A large body of research concludes that women pay a high price for choosing academic careers, 
and that this disparity has changed little over time.  Motivated by a desire to add to knowledge 
and the passion to explore our intellectual interests, we share the same monetary costs as men, 
but research has emphasized that not only will we be vastly outnumbered in our profession, but 
more often than not we’ll be ostracized, dismissed, have our ideas discounted, be expected to 
take over group maintenance activities, receive less travel and research funding, and if we have a 
partner 98% of the time we’ll end that relationship by year two if that person doesn’t already 
hold a Ph.D.  If we have children before applying, we are likely to be rejected upon the 
assumption that we’re not seriously committed to the rigors of a doctoral program or academic 
life.
 
Nearing graduation, we’re less likely to receive job offers and may be invited to interview only 
because a faculty group finds us physically attractive, where they’ll stand in the back and 
comment on our features or their strategy to know us intimately before we head back home. If 
we are offered a job, 99% of us will receive a much lower salary/benefit package than if we were 
male.
 
As a new faculty member,there is a high likelihood that we will face demeaning insults related to 
gender, such as rape and groping and propositioned by other faculty and students, pressured 
overtly and covertly to trade sexual favors for promotion and tenure and/or threatened if we 
don’t oblige.  We’ll be subject to harsher assessments of our activity reports, our course 
evaluations will be much lower than our male counterparts as students believe we should be 
much more generous with our grading and more understanding of the excuses they have for not 
meeting class goals, as well as on how closely our appearance matches the desirable features in 
social media.  About 98% of our male counterparts will have fewer service responsibilities, and 
be invited to lunches, outings, and social activities much more than we, while we’re subject to 
more requests for “favors” from faculty, administration, and students.  We’re less likely to have a 
spouse or stay-at-home partner to see to daily duties while we pursue our careers, and the men 
who generally will hold the senior and administrative positions in our 
department/college/university will view as they do their wives: reportedly subservient, obedient, 
and viewing our careers as pastime amusements.  
 
Men are more often encouraged to vie for early tenure, more likely to be given visible 
assignments within the university, given choice GRAs, more travel and research funds, desirable 
office locations and teaching times, and greater acceptance of our office hours and outside time 
demands.  We’re less likely to hold Chairs, Endowed Professorships, or Dean positions.  We’ll 
be promoted at a slower rate throughout our careers and are likely to never reach pay parity with 
our male counterparts. Our articles as sole or female first author are less likely to be published.  
Few of us will be appointed journal editors or members of an editorial board, conference chairs, 
